The aim of this article is to present research results on the influence of factors of sustainable water use training (management support of training, co-worker support of training, incentives for using skills acquired during training) and the influence of this training on technical efficiency and employee efficiency. The article is based on an empirical study of 328 medium and large companies in the Slovene processing industry. The findings show that the training factors have a statistically significant and positive effect on sustainable water use training and that training has a positive effect on technical efficiency. They also offer new theoretical knowledge as well as practical guidelines for anyone working in the sustainable development management of natural resources.
Introduction
The current approach to managing natural resources, including drinking water, does not meet even the most fundamental needs of the world's population (Elliott, 2013) . One of the biggest consumers of drinking water is the industrial sector (European Commission, 2012a; European Commission, 2012b). The industries that consume the most water are the paper, food, textile, and chemical processing industries (European Commission, 2012a; European Commission, 2012b). Industrial water is used for cooling, technological, sanitary, and other purposes (e.g., washing and cleaning). To increase competitiveness, industrial organizations are modernizing and increasing their production capacities (Krivograd-Klemenčič, Drev, Kompare, Jami, & Weissbacher, 2011). Consequently, global water demand is expected to rise by 50% by 2025 (European Commission, 2012a). The increased consumption of drinking water will also result in increased wastewater production. Reforms in water resource management are, therefore, necessary according to the OECD and will require governments to take decisive measures (OECD Environmental Outlook to 2050, 2013) . The OECD suggests implementing two economic incentives that would improve water efficiency: increasing water prices and increasing penalties for water pollution (OECD Environmental Outlook to 2050, 2013). Although different strategies for stimulating development and economic competitiveness have been adopted on the EU and national levels, governments and institutions cannot take action in the place of business organizations and their management teams.
The recession caused by the 2008 financial crisis brought to life weaknesses and unsustainable economic conditions in individual EU countries and led to the implementation of measures designed to stimulate the economy (Svet EU, 2011) . In 2010, EU member states adopted the Europe 2020 strategy with the goal of building a smart, sustainable, and inclusive 21 st -century European social market economy (European Commission, 2010, p. 10). EU member states further adopted "A Blueprint to Safeguard Europe's Water Resources" in 2012 (European Commission, 2012c, p. 3), which states:
The EU needs to focus on green growth and become more resource efficient (including water) to achieve a sustainable recovery from the current economic and environmental crisis, adapt to climate change and build resilience to disasters. Tackling these challenges holds significant potential to boost the competitiveness and growth of the European water sector. There is also potential for green growth in other water-related sectors (water-using industries, water technology development, etc.) where innovation can increase operational efficiency.
More recently, in 2013, the EU signed into law the 7 th Environment Action Programme "Living well, within the limits of our planet." One of the priority objectives of the program, which will guide EU environmental policy until 2020, is improving resource efficiency in the water sector, with a view to maintaining, achieving, and enhancing good water status in accordance with the Water Framework Directive (Uradni list EU 2013). Slovenia's Development Strategy (UMAR, 2005) , where sustainable development and competitive and faster economic growth were set as development priorities for the 2005-2013 period. In 2006, the strategy was followed by the Programme of Measures for Promoting Entrepreneurship and Competitiveness 2007-2013, which recommended measures for "strengthening human resources for needs of the economy by stimulating the share of highly educated people in the economy" (Ministrstvo za gospodarstvo, 2006, p. 5). The processing industry was listed as a sector employing very few highly educated people (p. 21). The same year also saw the adoption of the Operative Programme for Drinking Water Supply (Ministrstvo za okolje in prostor, 2006), which specified the funding of the drinking water supply. The Decree on Drinking Water Supply followed in 2012 (Vlada Republike Slovenije, 2012), establishing priorities and conditions for the country's drinking water supply. Therefore, the functioning of an organization should be based on constant innovation, the maintenance of customer relations, the internationalization of business processes and training (Evans, Schermerhorn & Wright, 2014) . The importance given to training on the sustainable use of water in industry, as well as support given to it by management and co-workers, has led us to examine the current state of this field.
Slovenia took similar steps in 2005 with
This article consists of six parts. Following the introduction, we briefly describe the theoretical background and put forward our hypotheses. Then, the empirical data and research methodology are presented and the survey findings introduced. The final part consists of a discussion of the findings, the conclusion, and final remarks.
Theoretical Background and Hypotheses

Theory
Sustainable development is becoming an increasingly important factor in achieving and maintaining organizational success. Business costs can be reduced by encouraging the development and use of new technologies that reduce the need for raw materials, natural resources, and energy and by reducing the strain on the environment and increasing the recycling of raw materials (Elliott, 2013; Pearce & Barbier, 2009; Soyka, 2012) . Sustainable development policies can also lead to greater corporate social responsibility and increased market share as consumers demand eco-friendly products and services (Elliott, 2013; Pearce & Barbier, 2009 support given to other employees that encourages them to use new knowledge in the workplace. In our study, we defined it as the degree to which employees value sustainable water use training and encourage their co-workers to take advantage of the training opportunities offered in the workplace as well as the degree to which they support co-workers in using their newly acquired skills.
Feedback (helpful information given by co-workers, managers, and other employees) is required to transfer acquired knowledge into the workplace (Evans, 2013 Duncan & Hoffman, 1979) . For example, training has been shown to affect employees' personal incomes: A 10% increase in training over 3 years can lead to a 1.5% rise in wages (Duncan & Hoffman, 1979; Mincer, 1994) . Barron et al. (1989) and Blandy et al. (2000) tried to determine the relationship between training and productivity, concluding that a 10% increase in training leads to a 1% to 3% increase in productivity. In addition, Bartel (1994) and Campbell (2006) demonstrated that a 5% increase in training attendance in manufacturing companies led to a 4% increase in productivity. Huselid's (1995) work showed that conducting training courses on quality within the company led to increased product quality. A direct link between sustainable water use training and technical efficiency and employee efficiency was not detected. However, because training in general enables individuals to acquire the knowledge needed to do their work, the same is true for sustainable water use training (such as the implementation of new cost-effective technologies, tools, and methods for sustainable supply, use, and disposal of water in industry).
Following Škerlavaj, Indihar, Škrinjar, and Dimovski (2007), we defined technical efficiency as the improvement of work and process quality and of the technology of work processes as well as the implementation of improvements in work processes that lead to reductions in drinking water consumption. Similarly, employee efficiency was defined as the level of understanding of key organizational problems, work motivation, work quality, and average productivity.
Hypotheses
The aim of our study is to explore the factors of sustainable water use training (management support of training, co-worker support of training, incentives for using skills acquired during training) and the influence of this training on technical efficiency and employee efficiency of people working in the Slovene processing industry. A study of this kind has never been carried out in Slovenia.
After reviewing the existing literature, we proposed certain relationships between the three factors of sustainable water use training and training as well as between training and factors of technical efficiency and employee efficiency. We then formulated hypotheses based on the relationships between the variables. The research framework generated in this study is illustrated in Figure 1 . We put forward the following hypotheses:
• Hypothesis 1: Management support of training, co-worker support of training, and incentives for using skills acquired during training affect sustainable water use training.
• Hypothesis 2: Sustainable water use training affects technical and employee efficiency.
H2a: Training on the sustainable use of water affects technical efficiency.
H2b: Training on the sustainable use of water affects employee efficiency.
Data in Methodology 3.1 Sample description
The biggest consumers of water in Slovenia in 2010-2012 were processing industry companies (holding type C: standard classification -SKD 2008) (SURS, 2013a). When this fact was compared to the 2013 statistical data (SURS, 2013b) on processing companies in Slovenia, which shows that the number of medium and large food processing companies decreased by 5.75% between 2010 and 2012, we arrived at the conclusion that water consumption from the public water supply (the consumption of drinking water) has not decreased significantly. Thus, we included 20% of the 608 medium and large (SURS, 2013b) processing companies (SKD 2008 Category C) in a random sample. The electronic questionnaire was sent by e-mail to a contact person in 122 companies in the processing industry, together with a note informing them of the goal and intention of our research. The contact person then sent the questionnaire on to all employees. All employees with company e-mail addresses were included in the survey. We received 386 questionnaires, 328 of which were complete and used for analysis. The incomplete questionnaires were excluded. 
Methodology
The instrument of the research was a closed-ended online questionnaire. The questionnaire statements about training The questionnaire was divided into two parts. The first part consisted of six demographic questions (gender, age, position, duration of employment in the organization, work experience, education level). The second part consisted of 23 questions on sustainable water use training (informal education) and non-financial success (technical efficiency and work efficiency of employees). A 7-point Likert scale was used in the second part of questions, with 1 being "strongly disagree" and 7 being "strongly agree" for questions on sustainable water use training and 1 being "much worse" and 7 being "much better" for questions on technical and work efficiency of employees. Cronbach's alpha (Cronbach's alpha 1 = 0.909) was calculated as an estimate of the scales' internal consistency (Garson, 2013) . were checked and analyzed using SPSS 19.0's descriptive data analysis functions: univariate analysis (frequency, arithmetic mean, and standard deviation) and multivariate statistical analyses (principal component analysis [PCA] , correlation, and regression analysis).
Descriptive Statistics
Training on sustainable use of water
Participants were asked to rate to what degree statements on sustainable water use were true for them. Table 2 shows that participants gave the statements "Our organization offers sufficient opportunities for training on sustainable water use" and "All employees receive occasional training on sustainable water use" the highest mean score (M = 4.40). The statement "The organization offers sustainable water use training" received the lowest mean score (M = 4.01). By looking at the mean scores, we see that no significantly high or low scores occurred.
Management support of training
Participants were then asked to rate statements about management support of training. Table 3 shows that participants rated the statement "Management values sustainable water use training" highest (M = 4.48). The statement "Management meets with employees to discuss how to use skills 
Co-worker support of training
Next, participants were asked to rate statements about co-worker support of training. Table 4 shows that the statement "Employees value training on sustainable water use" received the highest mean score (M = 4.54). The statement "Employees encourage co-workers to attend programs and workshops on sustainable water use" received the lowest mean score (M = 4.05). No significantly high or low scores emerged.
Incentives for using skills acquired during training
Next, the participants were asked to rate statements about incentives for using skills acquired during training. Table   5 shows that the statement "After training, the means that employees need to use the acquired skills are available" received the highest mean score (M = 3.42). The statement "When employees make use of skills acquired during training, they receive some form of pay raise or award" received the lowest mean score (M = 2.63). All statements received somewhat low scores.
Technical efficiency and employee efficiency
Finally, the participants were asked to rate statements about technical efficiency and work efficiency. Table 6 shows that the statement "Product and service quality" received the highest mean score (M = 5.77) whereas the statement "Work quality" received the lowest mean score (M = 5.30). No significantly high or low scores were evident. 
Multivariate Data Analysis
In order to extract the relationships presented in Figure 1 , a multivariate data analysis was performed in two stages:
• Stage 1-factor structures: To extract the factor structure, we used PCA with varimax rotation.
• Stage 2: We analyzed the relationship between the factors using correlation analysis and regression analysis (ENTER regression method).
Stage 1-Factor structures
PCA 3 was used to reduce each of the constructs (training on sustainable use of water, management and co-worker support of training, incentives for using skills acquired during training), as well as the constructs of technical efficiency and employee efficiency. The suitability of the data for PCA was assessed for each construct by using Bartlett's Test of Sphericity and the Kaiser-Meyer-Olkin (KMO) Measure of Sampling Adequacy. The KMO index ranged between 0.708 and 0.910, with 0.500 considered suitable for analysis (Bartholomew, Knott, & Moustaki, 2011) . Factors with eigenvalues (the amount of variance accounted for by a factor) larger than 1 were carried for further analysis (Bartholomew et al., 2011; Mulaik, 2010) . PCA on the training on sustainable use of water produced one factor that explained 76.88% of the observed variance for training on the sustainable use of water, as shown in Table 7 .
The PCA on management support of training produced one factor that explained 69.36% of the observed variance for management's support of training, as shown in Table 8 . The PCA on co-worker support of training produced one factor that explained 72.91% of the observed variance for co-worker support of training (see Table 9 ).
The PCA on incentives for using skills acquired during training produced one factor that explained 77.23% of the observed variance for incentives for using skills acquired during training (see Table 10 ).
The PCA on technical efficiency and employee efficiency produced two factors that explained 72.82% of the observed variance for technical efficiency and employee efficiency.
The Cronbach α for the underlying factors ranged from 0.85 to 0.76, again indicating a reliability of factors (see Table 11 ).
Stage 2-Relationship analysis
The correlation analysis showed significant relationships among almost all variables and factors. The correlations were positive. Three pairs had a weak association (Pearson correlation > 0.260 and < 0.510) while seven pairs had a good association (Pearson correlation > 0.510 and < 0.760). No pair had a very good association (Pearson correlation > 0.760), as shown in Table 12 . We can deduce that higher levels of training, management and co-worker support, and incentives are associated with higher levels of technical efficiency whereas only higher incentives are associated with higher levels of employee efficiency.
The research framework generated in this study is illustrated in Figure 1 (a theoretical scheme), which was also our research model. Figure 2 depicts the main findings of the three regression analyses conducted using SPSS 19.0, which were analyzed according to regression diagnostics: all variance inflation factors 4 < 2 (ranged between 1.495 and 1.654); Durbin-Watson tests 5 were close to 2 (ranged between 1.986 and 1.998); and the normal distribution of residuals (Newbold, Carlson, & Thorne, 2013 ). 4 The variance inflation factor (VIF) is used as an indicator of multicollinearity. 5 The Durbin-Watson test is a test for first-order serial correlation in the residuals of a time series regression. Table 13 shows the result of the regression analyses. The arrows in Figure 2 (with the exception of H2b (p = 0.419)), which symbolize the supported associations, were statistically 
Discussion and Conclusion
This article reported on a study of sustainable water use training in the Slovene processing industry, drawing on a sample of 328 firms. A theoretical framework was empirically tested to determine the relationship between training factors (sustainable water use training, manager and co-worker support, incentives for using skills acquired during training) and factors of technical efficiency and employee efficiency (product and service quality, improving technology of work processes, implementation of improvements in work processes to reduce drinking water consumption) in companies. In addition, various good associations emerged among four factors on the sustainable use of water. Thus, hypothesis H1 was supported. The results of the analysis also demonstrated that hypothesis H2a-namely, training on the sustainable use of water affects technical efficiency-was accepted. However, the relationship between sustainable water use training and employee efficiency (H2b), was not found to be significant. These findings substantiate our conceptual model and offer several managerial implications. Managers of firms should put additional emphasis on training related to the sustainable use of water as it is an important instrument for the improvement of the technology of work processes, the quality of products and services, and the implementation of improvements in work processes in order to reduce industrial consumption of drinking water. We believe that these improvements would also lead to greater financial and non-financial success of companies.
Our study shows that management support of training plays a fundamental role in training for the sustainable use of water as it has the greatest regression coefficient. By giving support to sustainable water use training, management shows interest in what their subordinates have learned. By working with employees on learning objectives and solving any potential problems, management strengthens the impression that training is important and necessary.
Despite having the smallest regression factor, the use of skills acquired during training has a positive and significant association with sustainable water use training. With their attitudes toward training and the attention devoted to employees after training, management can encourage other important stakeholders in the company to make it possible for employees to apply skills learned during training to the workplace. New skills have the potential to lead to improvements in the technology of work processes, the quality of products and services, and work processes, which can in turn lead to a reduced consumption of drinking water.
Our findings give support to the idea that sustainable water use training ought to become an integral part of business strategy. Managers should recognize and manage training as well as incorporate it into their action plans. Two limitations of the study need to be acknowledged: This research was only carried out among medium and large companies in the processing industries, and only fully answered questionnaires were used for analysis. Nevertheless, we believe that our research offers a significant contribution to the subject of sustainable water use training. For a fuller understanding, we recommend that similar research be conducted in all companies in the processing industry.
